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THE CONSTANT CHALLENGE
These are tough economic times for almost every­
one. But while we evaluate our options and look at 
cost containment and ways to increase efficiency, we 
should keep in mind that this is also a good time in 
which to reevaluate our firms’ goals and determine 
what resources we will need to reach them.
While management challenges have always var­
ied with changing times and the development of 
new technology, certain nagging issues remain 
unattended. Attracting, motivating, and retaining 
staff is a constant challenge. The effective use of 
personnel and the expansion of staff potential is the 
single most effective tool we have to achieve our 
goals and objectives. Most of us recognize this and 
devote a substantial portion of our time and energy 
to dealing with personnel issues. Unfortunately, we 
tend to use approaches that have not only failed in 
the past, but which were likely instrumental in 
causing some of the problems we are trying to solve.
What is needed is a long overdue break with tradi­
tional notions. Despite their diverse individual pri­
orities and concerns, staff want to be productive and 
vital members of our firms. Studies show that the 
factors producing the highest level of motivation 
among individuals in the workplace are a sense of 
achievement, a challenge, and a basic consideration 
and appreciation of their value and contributions to 
an organization. Providing these essential 
motivators can be accomplished in many ways, but 
consistent and effective communication with staff is 
certainly the key.
This is not a new concept. We have all read books, 
attended seminars, and waded through countless 
articles on the subject. The truth is, few of us are 
effective in our attempts to involve staff in our prac­
tices, and it shows. We approach supervisory 
responsibilities with varying attitudes that present 
severe obstacles to communication. We send a clear 
message that we are not interested in our employ­
ees. We complain that they don't care, that they 
want to do only the minimum amount of work possi­
ble, and that they will never change. Thinking that 
nothing we do matters to staff, we elect to do 
nothing, or worse still, continue to reinforce our 
negative messages.
In any business setting, there may be a portion of 
the work force that exhibits these characteristics. 
We have to accept responsibility for this because, as 
managers, we create the attitudes in our organiza­
tions. We create a negative attitude by tolerating 
mediocrity and neglecting our responsibility to 
understand our employees. Our actions are substan­
tially more important in this respect than anything 
we might say to staff.
Key firm members constantly send out signals 
about the priorities of the business, and the 
attitudes of management towards employees, and 
create the culture within the organization. These 
signals are as influential in setting policy as all of 
the employee manuals, five-year plans, manage­
ment memoranda, and other written policy docu­
ments in the organization. If we allow ourselves to 
harbor thoughts about the limitations and lack of 
commitment of our employees, we can be assured 
that these attitudes will be quickly conveyed 
throughout the organization. But if we know that 
what we signal will be implicitly conveyed anyway, 
why not make sure it is a positive and encouraging 
message?
Aristotle said in Metaphysics, “All men by nature 
desire to know.” If you believe that to be true, com­
municate with your employees honestly and often. 
Make sure you listen to what they have to say. Before 
attempting to make people aware of the company's
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objectives and concerns, ask them what their con­
cerns are. As Stephen Covey put it in his 7 Habits of 
Highly Effective People, "Seek first to under­
stand ... then to be understood."
Following this advice, show people why they are 
important to the organization and where they fit in. 
Explain why a lack of their complete effort will have 
a negative affect on the whole organization. In addi­
tion, demonstrate how they will personally benefit 
from consistently producing high-quality work.
Share as much information with staff as possible, 
including firm budgets, operating results, firm 
goals, possible future plans, and your expectations 
for individual staff members. You may feel more 
comfortable in sharing this information if you con­
sider that the more confidential we try to keep it, the 
faster it is circulated anyway, and with more relish. 
It is possible to maintain an open, positive approach 
with our staff while still promoting high quality 
performance standards.
There are few easy answers to todays manage­
ment problems. We have experienced more changes 
in technology and life-styles during our business 
careers than our predecessors would have thought 
possible, and there is little reason to believe that this 
trend will not continue at an accelerated pace. The 
fact is that our employees will always have difficulty 
responding to negative reinforcement and the 
"these are the rules" approach to management.
Recognize your employees as being independent 
and knowledgeable. More important, recognize that 
they have a need to achieve and to be appreciated. 
Provide them with opportunities to contribute and 
be satisfied with their performances. Norbert 
Wiener, American scientist and the “Father of Auto­
mation,” wrote in The Human Use of Human Beings, 
"Any use of a human being, in which less is 
demanded of him and less is attributed to him than 
his full status, is a degradation and a waste.” No 
effective manager wants anyone on his staff to 
achieve less than full potential. The basic issue is 
that without an understanding of the interdepen­
dence between managers and staff, no one realizes 
his or her full status. □
—by Vincent T. Brown, Jr., CPA, 19 Federal Street, 
Easton, Maryland 21601
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Highlights of Recent Pronouncements
FASB Statement of Financial
Accounting Standards
No. 106 (December 1990), Employers Accounting for 
Postretirement Benefits Other Than Pensions
□ Establishes financial accounting and reporting 
standards for an employer that offers post­
retirement benefits other than pensions to its 
employees.
□ Applies to all postretirement benefits expected 
to be provided by an employer to current and 
former employees, their beneficiaries, and cov­
ered dependents, pursuant to the terms of an 
employers undertaking to provide those bene­
fits.
□ Significantly changes the prevalent current 
practice of accounting for postretirement bene­
fits on a pay-as-you-go (cash) basis by requiring 
accrual, during the years that the employee 
renders the necessary service, of the expected 
cost of providing those benefits to an employee 
and the employees beneficiaries and covered 
dependents.
□ Improves employers’ financial reporting for 
postretirement benefits by enhancing:
1) The relevance and representational 
faithfulness of the employer’s reported 
results of operations by recognizing net 
periodic postretirement benefit cost as 
employees render the services necessary to 
earn their postretirement benefits;
2) The relevance and representational 
faithfulness of the employer’s statement of 
financial position by including a measure of 
the obligation to provide postretirement 
benefits based on a mutual understanding 
between the employer and its employees of 
the terms of the underlying plan;
3) The ability of users of the employer’s finan­
cial statements to understand the extent and 
effects of the employer’s undertaking to pro­
vide postretirement benefits to its employ­
ees by disclosing relevant information about 
the obligation and cost of the postretirement 
benefit plan and how those amounts are 
measured;
4) The understandability and comparability of 
amounts reported by requiring employers 
with similar plans to use the same method to 
measure their accumulated postretirement 
benefit obligations and the related costs of 
the postretirement benefits.
□ Adopts three fundamental aspects of pension 
(continued on page 4)
Advocacy Activities
One of the formal objectives AICPA council estab­
lished for the private companies practice section 
(PCPS) was to provide a way for the views and 
concerns of local practitioners to be communi­
cated to standard setters and technical commit­
tees. The PCPS technical issues committee (TIC) 
plays a crucial role in these advocacy efforts by 
maintaining active liaison with the Financial 
Accounting Standards Board (FASB), its govern­
mental counterpart GASB, and the AICPA stan­
dard-setting bodies.
In its efforts to reduce standards overload, the 
TIC reviews, evaluates, and comments on 
exposure drafts and other pre-issuance docu­
ments from the perspective of the local practi­
tioner. When practitioners need additional guid­
ance or support, TIC encourages the standard 
setters to act and suggests solutions.
TIC meets annually with FASB to discuss tech­
nical issues. At its mid-September meeting, for 
example, the group discussed the concerns of 
small and medium-size companies about several 
proposed FASB statements.
This year’s meeting was particularly produc­
tive. TIC senses that its input is being solicited 
earlier and that its credibility continues to rise. 
This is a significant development in the ongoing 
relationship with FASB, which views TIC as a 
source of practical information on how its 
(FASB's) proposals affect smaller companies, and 
how they can best be implemented. A brief look at 
two items on the September meeting agenda will 
illustrate how the relationship works.
Implementation help. Anticipating uncer­
tainty on the part of small businesses in applying 
its pronouncements on financial instruments, 
other post employment benefits (OPEB), and the 
proposed accounting for income taxes, FASB 
asked TIC to provide relevant samples that it 
could publish to help practitioners give proper 
advice.
Emerging trends. Environmental concerns are 
a ticking bomb. FASB asked TIC to gather infor­
mation on the environmental issues and prob­
lems small businesses will run into, make 
suggestions as to what might trigger an accrual, 
and send the data to its project staff. 
—by Judith H. O'Dell, CPA, Beucler, Kelly & Co., 
Ltd., 125 Strafford Avenue, Wayne, Pennsylvania 
19087
Editors note: TIC hopes practitioners will help by 
submitting examples of and views on the above 
issues to Ms. O’Dell, TIC chairman.
Practicing CPA, November 1991
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accounting:
1) Delayed recognition of certain events;
2) Reporting net cost;
3) Offsetting liabilities and related assets.
□ Addresses the accounting issues related to 
measuring and recognizing the exchange 
transaction that takes place between an 
employer that provides postretirement bene­
fits and the employees who render services in 
exchange for those benefits.
□ Requires that an employer's obligation for 
postretirement benefits, expected to be pro­
vided to or for an employee, be fully accrued by 
the date that the employee attains full eligi­
bility for all of the benefits expected to be 
received by that employee, any beneficiaries, 
and covered dependents, even if the employee 
is expected to render additional service beyond 
that date.
□ Supersedes FASB Statement No. 81, Disclosure 
of Postretirement Health Care and Life Insurance 
Benefits.
□ Rescinds FASB Technical Bulletin No. 87-1, 
Accounting for a Change in Method of Account­
ing for Certain Postretirement Benefits.
□ Amends APB Opinion 12, Omnibus Opinion— 
1967, to explicitly require that an employers 
obligation under deferred compensation con­
tracts be accrued following the terms of the 
individual contract over the required service 
periods to the date the employee is fully eligible 
for the benefits.
□ Amends APB Opinion 16, Business Combina­
tions.
□ Amends FASB Statement No. 87, Employers’ 
Accounting for Pensions.
□ Effective for fiscal years beginning after 
December 15, 1992, except that the application 
to postretirement benefit plans outside the 
United States and certain small, nonpublic 
employers is delayed to fiscal years beginning 
after December 15, 1994. The amendment of 
APB Opinion 12 is effective for fiscal years 
beginning after March 15, 1991.
GASB Statement of the Governmental 
Accounting Standards Board
No. 14 (June 1991), The Financial Reporting Entity 
□ Establishes standards for defining and report­
ing on the financial reporting entity.
□ Establishes standards for reporting participa­
tion in joint ventures.
□ Applies to:
1) All levels of state and local governments;
2) Financial reporting by primary govern­
ments, governmental joint ventures, jointly 
governed organizations, and other stand­
alone governments;
3) Separately issued financial statements of 
governmental component units;
4) Governmental and nongovernmental com­
ponent units when they are included in a 
governmental reporting entity.
□ Requires certain disclosures about the entity’s 
relationships with organizations other than 
component units.
□ Provides financial statement display require­
ments for joint ventures in which the par­
ticipating government has an equity interest.
□ Supersedes National Council on Governmental 
Accounting (NCGA) Statements 3, Defining the 
Governmental Reporting Entity and 7, Financial 
Reporting for Component Units within the Gov­
ernmental Reporting Entity, and NCGA Inter­
pretation 7, Clarification as to the Application of 
the Criteria in NCGA Statement 3, “Defining the 
Governmental Reporting Entity."
□ Amends all disclosure requirements in the 
GASB Codification of Governmental Accounting 
and Financial Reporting Standards that relate 
to reporting by the "entity as a whole.”
□ Effective for financial statements for periods 
beginning after December 15, 1992. Earlier 
application is encouraged.
Statement on Auditing Standards
No. 66 (June 1991), Communication of Matters About 
Interim Financial Information Filed or to Be Filed 
With Specified Regulatory Agencies—An Amendment 
to SAS No. 36, Review of Interim Financial Informa­
tion.
□ Amends SAS No. 36, Review of Interim Finan­
cial Information, and changes the title to 
Review of or Performing Procedures on Interim 
Financial Information.
□ Establishes requirements for communications 
to management and, in certain situations, to 
audit committees about certain matters involv­
ing interim financial information filed or to be 
filed with specified regulatory agencies when 
an accountant is engaged to:
1) assist an entity in preparing its interim 
financial information, or
2) perform procedures on the information.
□ Effective for interim financial information 
filed or to be filed with a specified regulatory 
agency for interim periods ending after Sep­
tember 15, 1991.
Practicing CPA, November 1991
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A Survey Looks at Policies and Practices 
in Public Accounting Firms
For a number of years, the Practicing CPA has 
reported the results of a survey of public accounting 
firms from many regions of the country. The Prac­
tice Management Survey, which is sponsored by the 
Texas Society of CPAs with the cooperation of other 
state CPA societies, has compiled a large collection 
of data about public accounting practices, including 
certain operating policies and procedures, as well as 
some of the fringe benefits offered by firms.
The data reported below come from the 1990 sur­
vey and reflect the results of firms’ 1989 operating 
year. The real benefit to any reader will come from 
studying the exhibits. Because the exhibits repre­
sent what is taking place in practices across the 
nation, the data can be regarded as benchmarks 
against which to compare one’s own firm’s policies 
and practices.
In the exhibits, the firms are divided into two 
broad categories: individual practitioners and 
multi-owner firms. The multi-owner firms are fur­
ther separated according to size. Small firms are 
those with revenues up to $350,000 per year. 
Medium-size firms are those with annual revenues 
between $350,000 and $900,000, while large firms 
have revenues over $900,000. Data from national 
firms are not included. Rather, the large firms are 
local or regional practices only.
Policies
A number of questions sought 
information about certain firm 
policies and practices. Exhibit I 
summarizes the responses. Con­
sider for a moment the first ques­
tion, "Do you have policies and 
procedures for regular evaluation 
of professional staff?" In the 1990 
survey, 44.6 percent of the indi­
vidual practitioners responded 
affirmatively. Of the small multi­
owner firms, 69.9 percent said 
yes, while 86 percent of the 
medium-size and 97 percent of 
the large firms responded 
positively. The right-hand column 
represents a weighted average of 
the positive responses. When
1The number of survey respondents were 
as follows: Individual practitioners; 1,419 
in 1985 and 1,295 in 1990. Small firms; 491 
in 1985 and 288 in 1990. Medium firms; 
556 in 1985 and 469 in 1990. Large firms; 
315 in 1985 and 429 in 1990. Total respon­
dents, 2,781 in 1985 and 2,481 in 1990. 
weighted by the number of firms in each of the four 
categories, an overall average of 64.4 percent said 
that such policies for staff evaluation existed.
Because the number of individual practitioner 
firms represented slightly more than 50 percent of 
the survey respondents in 1990 and in 19851, this 
category was the single largest influence on the 
overall average. But since one-owner practices com­
prise nearly 50 percent of all accounting firms in the 
country, they do not misrepresent the survey results.
Another general comment pertains to historical 
trends. Five years ago (1985), many of the same ques­
tions were being asked in the Practice Management 
Survey. For example, in 1985, 55.4 percent of the 
firms responded that policies and procedures were 
in place for regular evaluation of professional staff. 
Five years later (1990), the percentage had risen to 
64.4 percent, suggesting a growing tendency to spell 
out personnel evaluation procedures. If we look at 
the separate categories of firms, however, we find it 
is individual practitioners and small, multi-owner 
firms which account for most of the increase in 
adopting more formal personnel evaluation pro­
cedures.
As to whether professional staff members are paid 
for overtime work, the average response has 
changed little in five years: 44 percent in 1990 com­
pared to 45.4 percent in 1985. In this case it was the 
large firms which had the biggest impact on change.
Exhibit I





owner firms Weighted 
averageMedium Large
Do you have policies and 
procedures for regular evalua­ (1990) 44.6% 69.9% 86.0% 97.0% 64.4%
tion of professional staff? (1985) 35.2 58.5 81.7 94.9 55.4
Are time budgets used to plan (1990) 37.4% 46.8% 57.6% 84.5% 50.4%
professional engagements? (1985) 37.8 44.0 63.1 81.0 48.8
Do you pay overtime to (1990) 32.6% 46.2% 59.6% 59.8% 44.0%
professional staff? (1985) 30.2 50.9 63.1 74.0 45.4
Do you pay incentive bonuses (1990) 38.4% 41.7% 50.0% 52.1% 43.3%
to professional staff? (1985) 29.1 40.5 48.9 48.9 37.3
Is your firm a member of 
the AICPA Division for CPA (1990) 29.8% 30.3% 44.8% 71.7% 39.9%
Firms (SECPS or PCPS)? (1985) 11.6 14.1 26.1 55.9 20.0
Is your firm incorporated? (1990) 26.9% 48.6% 48.5% 54.7% 38.3%
(1985) 26.6 42.8 50.9 41.6 36.0
Does your firm belong to a (1990) 8.9% 10.1% 16.2% 35.2% 15.0%
practice management group? (1985) Not available
Practicing CPA, November 1991
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Exhibit II
Firm benefits to staff
Individual 
practitioner
Multi-owner firms Weighted- 
averageSmall Medium Large
Does your firm provide (1990) 54.8% 66.4% 86.0% 98.8% 69.7%
medical insurance? (1985) 53.3 82.7 96.8 99.4 72.4
Does your firm provide (1990) 38.5% 50.7% 76.4% 90.6% 56.1%
group life insurance? (1985) 35.2 64.4 80.2 94.0 56.0




26.3% 43.8% 55.0% 46.8%
Not available
37.3%
Does your firm offer a (1990) 20.7% 14.6% 33.6% 61.8% 29.5%
retirement plan? (1985) 16.4 16.9 29.9 42.9 22.2
Does your firm provide (1990) 12.2% 19.7% 28.4% 51.2% 22.9%
disability income insurance? (1985) 13.1 22.8 33.1 50.5 23.0
Does your firm provide (1990) 8.4% 7.2% 11.8% 13.5% 9.8%
Whereas 74 percent paid overtime in 1985, 59.8 per­
cent did in 1990. Could this reflect a change in think­
ing that a professional is not paid directly for 
overtime? This view was commonly held a genera­
tion ago and may mean that the profession is return­
ing to that earlier philosophy.2
2See "Alternative Compensation for Overtime,” The Practicing 
CPA, American Institute of Certified Public Accountants, October 
1984, vol. 8, no. 10, p. 4.
3See "A Bonus Formula for Professional Staff," The Practicing 
CPA, American Institute of Certified Public Accountants, March 
1985, vol. 9, no. 3, p. 3.
The next question is related, asking whether 
incentive bonuses were paid to professional staff.3 
The bonus envisioned may have been in the form of 
yearend bonuses or some other type of merit bonus. 
The responses indicate that more firms use an incen­
tive-based reward structure and are becoming less 
inclined to compensate directly for overtime.
The questions in the exhibits are not presented 
randomly. The weighted average column was used 
to array the percentage of positive responses from 
high to low. For example, to the question in exhibit I 
that asks whether the firm belongs to a practice 
management group, only 15 percent of the firms 
answered yes.
Benefits
Exhibit II focuses on the benefits offered by firms to 
staff members. The most common benefit provided 
is medical insurance coverage. We cannot tell any­
thing about the plan specifics or what percentage of 
the premiums the firms pay. But we do know that 
more than half the firms, of every 
size, provided medical insurance 
coverage of some variety to their 
employees. What is interesting, 
though, is that the number of 
firms offering this kind of fringe 
benefit declined from 1985.
While the decrease in the over­
all average from 72.4 percent to 
69.7 percent is not tremendous, it 
is noteworthy. The largest 
declines are for small and 
medium-size firms. Undoubtedly, 
this reflects the dramatic rise in 
cost of healthcare coverage 
nationally. Although the survey 
data do not go into sufficient 
detail, we would not be surprised 
also to learn that more firms were 
having staff pay a larger share of 
premium cost than they paid five 
years ago.
Changes in group life and dis­
ability income protection have not varied much in 
five years. This is not unexpected because the cost of 
this type of coverage has been less volatile than the 
cost for medical care.
Two questions were asked in the most recent sur­
vey which were not asked five years ago. One is 
whether the firm provides maternity leave and the 
other is whether dental insurance is provided? 
Maternity leave is available in a significant number 
of firms, probably a growing number. Dental 
coverage is not widespread in the benefits packages.
While a minority of firms offer a retirement plan, 
the percentage is growing. This is accounted for 
mainly in the largest firms where 61.8 percent had a 
retirement plan in 1990 compared with 42.9 percent 
in 1985.
Marketing activities
Over the years the Practice Management Survey has 
increasingly delved into nonfinancial issues. One 
such relatively new set of questions is the product of 
growing competitiveness within our profession and 
is concerned with how firms are trying to retain 
their present clients and expand their client bases. 
Exhibit III reflects responses to five separate ques­
tions.
Distributing a newsletter, whether produced in­
house or purchased commercially, is the most com­
mon marketing exercise. Over 65 percent of the 
firms responding regularly distributed some type of 
newsletter. Individual practitioners were least 
likely to use one; still, more than half followed the 
practice. At the other extreme, over 90 percent of the 
Practicing CPA, November 1991
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largest firms distributed a 
newsletter to clients, pros­
pects, and others.
Questions on marketing 
activities were not asked much 
in the survey of five years ear­
lier. Fortunately, we do have 
some interesting comparisons 
regarding advertising. By 1990, 
29.7 percent of the firms used 
media in some way to keep the 
firm’s name in the public eye. 
While 29.7 percent is not a 
majority, it has nevertheless 
increased significantly in five 
years. (See the footnote in 
exhibit III)
The final question in exhibit 
III may come as a mild shock to 
anyone who has practiced pub­
lic accounting for a relatively 
long time. That there were 
accountants making “cold 
calls" to prospective clients 
was probably not admitted in 
"polite” CPA society a decade 
ago. Now 10 percent of the 
firms acknowledge the prac­
tice. That percentage is likely 
to grow.
Services provided
Having been a card-carrying 
CPA for over two decades, I 
have seen the accountants role 
expand far beyond the limits of 
earlier accounting practices. 
Perhaps many of the services 
mentioned in exhibit IV were 
available a generation ago, but 
now they occupy a permanent 
niche and are becoming legiti­
mate revenue centers in the 
practice of public accounting.
The "typical" CPA now must wear a variety of hats 
because the number of services offered has steadily 
expanded. Where once a strict code of professional 
conduct and a well-engrained ethic prevented a firm 
from moving outside its limited scope, many of the 
restrictions now are gone. Unfortunately, we have no 
objective survey data from "back then” to compare 
with the services of today. We do know that the 
revenue from audits has decreased in relative 
importance in all but the nations largest firms, as 
other services have grown in importance.4 4"A Look at the Financial Benchmarks of Public Accounting Firms," The Practicing CPA, American Institute of Certified Pub­









Does your firm distribute 
a newsletter? 52.5% 69.4% 76.9% 91.2% 65.8%
Does your firm engage in 
media advertising?* 28.1% 33.6% 26.3% 35.9% 29.7%
Does your firm sponsor 
continuing professional 
education seminars for clients? 21.2% 22.9% 34.4% 25.9% 24.7%
Is there a designated director 
of marketing in your firm? 11.2% 16.4% 14.2% 37.9% 17.0%
Do staff members make “cold 
calls” to prospective clients? 9.3% 15.0% 6.2% 13.1% 10.0%
*ln the 1985 Practice Management Survey, firms were asked whether they used media advertising. 
Answering yes were 14.2% of the individual practice units, 13.6% of the small, 10.3% of the medium, 
and 16.2% of the large firms.
Exhibit IV
Services provided
Individual Multi-owner firms Weighted
Does your firm provide the
practitioner Small Medium Large average
following services?
Tax planning 99.1% 100% 100% 99.4% 99.4%
Representation before 
taxing authorities 97.3% 99.3% 98.7% 98.2% 98.0%
Personal financial planning 58.7% 62.2% 63.8% 76.9% 63.2%
Litigation support 45.9% 54.2% 62.0% 83.5% 56.4%
Bankruptcy or insolvency 
services 32.1% 35.4% 43.7% 64.7% 40.3%
Mergers and acquisitions 18.5% 30.6% 43.7% 72.6% 34.0%
Market and economic 
feasibility studies 12.3% 13.2% 11.8% 22.0% 13.9%
number of questions about the types of services that 
firms of different sizes offer to clients. Personal 
financial planning has gained a legitimacy to 
become a part of the practice of over 60 percent of 
the firms. Other areas, like litigation support work 
and services to clients entering bankruptcy are not 
uncommon, especially in the largest firms.
Practicing CPA, November 1991
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Conclusion
As the economic environment becomes more com­
plex, so also do CPA firms. The comfortable, staid 
image of an accounting practice has been swept 
away and we are left with fewer boundaries and less 
comfortable surroundings. The profession has 
matured and its growth has come from new 
activities.
Tax return preparation and tax planning have 
been squeezing out the audit function, especially in 
smaller practices, for more than a decade. It is not 
unusual to find firms that no longer do attest work. 
Other services, such as personal financial planning 
and the more specialized types of consulting, have 
become the trademarks of a new breed of account­
ing firm. A return to the practices of yesterday is 
highly unlikely.
As we move nearer to and eventually into the 
twenty-first century, the rate of change can only gain 
momentum. It is interesting to anticipate what 
accounting firms will be like only a decade from 
now. That will be the year 2001. □
—by Carlton D. Stolle, CPA, Ph.D., Texas A&M Uni­
versity, College of Business Administration, College 
Station, Texas 77843-4353
Making Small Business Consulting 
Work
As the market for traditionally offered 
accounting services continues to diminish, 
CPA firms must adapt. A new AICPA publica­
tion, Small Business Consulting: Making it 
Work, discusses how to succeed in organizing, 
marketing, and selling client-driven con­
sulting services.
Many CPA firms have tried offering con­
sulting services but have achieved mixed 
results. This book outlines practical strategies 
used by prosperous consulting organizations.
Historically, CPAs' technical skills have been 
emphasized. When marketing and delivering 
consulting services, however, communication 
must be in the foreground. This book covers 
marketing techniques firms can use to dif­
ferentiate and spotlight themselves. Selling 
skills are also highlighted.
To purchase the book, product no. 003570, 
cost $44, call the AICPA order department, 
(800) 334-6961; in New York State, (800) 248- 
0445. Ask for operator PC.
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